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Abstract. This research aims to analyze the relationships established among rewards, job 
satisfaction and job performance in the Romanian banking system. In order to achieve 
this goal, a single-case study is used as a research strategy and a survey-based on a 
questionnaire is developed among the 60 employees the BCR-BpL branch from Bucharest, 
Sector 3. The relationships established among rewards, job satisfaction, and job 
performance are tested using Partial Least Square – Structural Equation Modelling. The 
results prove that: (i) rewards have a positive influence on job satisfaction; (ii) the 
relationship between job satisfaction and job performance is not statistically significant; 
and (iii) the relationship between rewards and job performance is not statistically 
significant. These findings have both theoretical and practical implications. On the one 
hand, they extend the theory from the human resources management field by analyzing 
the relationships established among rewards, job satisfaction, and job performance, 
within the Romanian banking system. On the other hand, they help managers understand 
the importance of using rewards as a strategic organizational tool, capable to increase 
employees’ satisfaction. 
 
Keywords: job satisfaction; financial and non-financial rewards; job performance; 
banking sector; structural equation modeling.  
 
 
 
Introduction 
 
According to Bank Governance Leadership Network (2018, p.5), “to remain 
competitive and improve returns, banks continue to focus on ways to improve 
efficiency and offer more to customers by transforming their technology 
infrastructures and improving agility. Bank leaders face three primary challenges in 
developing a talent strategy: preparing for technology-driven disruptions that could 
require widespread retraining; identifying the skills and expertise needed to compete 
in the future, and attracting and retaining the people with those skills”. In other words, 
they have to face the external challenges brought by the technological progress and the 
changes in Millennials customers’ expectations, and on the other hand, they have to 
adapt their internal practices, especially the human resources management practices 
470 | Carmen-Elena TĂNĂSESCU, Ramona-Diana LEON 
Human Resources Practices in the Romanian Banking System: Rewards, Job Satisfaction, and Job 
Performance 
and policies. Thus, they have to focus on establishing an equilibrium among the three 
coordinates of human resources management: satisfaction, performance, and rewards. 
 
In order to increase employee performance, some specialists recommend increasing 
their level of satisfaction (Bowling, 2007; Springer, 2011) while others focus on 
providing financial and non-financial rewards (Devonish, 2018; Misra, Jain, & Sood, 
2013; Nelson, 2004; Ojokuku & Sajuyigbe, 2009). But, as Ali and Ahmed (2009) prove, 
the employees who receive constant rewards have a higher level of job satisfaction. In 
other words, these can either have a direct influence on job performance or a mediated 
one; in the second case, it is not the reward by itself that stimulates job performance 
but the emotions and feelings that the employees feel when the quality of his/her job is 
recognized and rewarded.   
 
Although the three variables are interrelated, the causal relationships established 
among them are disputed by specialists from the human resources management field 
(Aktar, Zia Uddin, & Sachu, 2013; Huttu, 2017; Locke, 1975; Priya & Eshwar, 2014). 
Aktar et al. (2013) argue that the three variables are positively correlated while Priya 
and Eshwar (2014) demonstrate that rewards generate first an increase in job 
performance, and then later influences job satisfaction. 
 
Starting from the aforementioned aspects, the present research aims to analyze the 
relationships established among rewards, job satisfaction and job performance in the 
Romanian banking system. 
 
The content of the paper is organized around 5 sections. Thus, in the second section, 
are brought into the foreground the results of a documentary study that focused on 
analyzing the studies regarding human resources practices (rewards management, job 
satisfaction, job performance), published in the last ten years in scientific journals that 
are indexed in international databases. Subsequently, the third section presents the 
methodological design of the current research while the main results are highlighted in 
the fourth section. The paper concludes by summarizing the theoretical and practical 
implications of the research results and highlighting a number of limitations and 
potential future research directions. 
 
 
Literature review 
 
Job satisfaction and job performance 
 
An employee who has a positive attitude in the workplace has a higher level of job 
satisfaction, and as a consequence, he/she is more oriented towards increasing his/her 
job performance. This idea is supported by various scholars (Ahmad, Ing, & Bujang, 
2014; Pugno & Depedri, 2009; Shore & Martin, 1989) who argue that job satisfaction 
has a powerful impact on employees’ performance. On the other hand, Lawler and 
Porter (1967) and Miao, Humphrey, and Qian (2017) state that job performance leads 
to job satisfaction, not vice versa. The former considers that job performance is an 
independent variable and not a dependent one while the latter analyzes the 
relationship within the emotional intelligence framework. 
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Although the studies developed by Lawler and Porter (1967) and Miao et al. (2017) 
provides significant insights, most researchers claim that job satisfaction generates 
performance (Table 1). In other words, job satisfaction reflects how good do the 
employees feel at work and how devoted are they to company’s success; if their level of 
job satisfaction is high then they are more interested in increasing their performance, 
contributing to company’s success. 
 
Table 1. Comparative analysis of studies that analyze the relationship established 
between job satisfaction and job performance 
Author/-s (Year) Particularities 
Valaei and Jiroudi 
(2016) 
- analyzes the media sector; 
- uses the questionnaire regarding job satisfaction developed by 
Spector (1997) and the performance questionnaire developed 
by Tsui, Pearce, Porter, and Tripoli (1997); 
- demonstrates that there is a positive relationship between job 
satisfaction and employees’ performance. 
Pang and Lu 
(2018) 
-  analyzes the maritime transport sector; 
- uses the Minnesota Satisfaction Questionnaire (MSQ) 
developed by Weiss, Davis, English, and Lofquist (1967) and the 
performance questionnaire of Venkatraman and Ramanujam 
(1986) and Nkomo (1987); 
- brings forward that job satisfaction positively influences job 
performance. 
Rezaee, 
Khoshsima, Zare-
Bahtash, and 
Sarani (2018) 
- analyzes the education sector; 
- uses the job satisfaction model developed by Spector (1985) 
and the job performance model of Moafian and Pishghadam 
(2009); 
- demonstrates that job satisfaction has a significant impact on 
teachers' performance. 
Yuen, Loh, Zhou, 
and Wong (2018)  
- analyzes the seafaring officers; 
- for evaluating job satisfaction, Wanous, Reichers, and Hudy 
(1997) model is used while job performance is measured using 
the approach of Sánchez-Beaskoetxea and Coca García (2015); 
- shows that job satisfaction is considerably correlated with job 
performance. 
Asad khan, Md 
Yusoff, Hussain, 
and Binti Ismail 
(2019) 
- analyzes the public universities; 
- job performance is measured using the scale of Shahzad, 
Bashir, and Ramay (2008) while job satisfaction is assessed 
using the scale of Tsui, Egan, and O'Reilly (1992); 
- job satisfaction is directly and significantly related to job 
performance. 
 
Based on the aforementioned aspects, the following statement can be made for the 
Romanian banking system which employs 55,425 persons and has to deal with a labor 
market vulnerable to a high migration (EBF, 2019): 
H1: Job satisfaction positively influences job performance. 
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Rewards – a mean to an end: job satisfaction and job performance 
 
The rewards used in the organizational context are divided into two categories: 
financial and non-financial. The former includes wages, performance bonuses, and 
benefits (childcare, allowances, company car, etc.) while the latter focuses on the 
recognition, appreciation, team building, internal communication, work climate, career 
development, etc. (Malik, Butt, & Choi, 2015). Their impact of company’s 
competitiveness is also twofold; on the one hand, they are capable of transforming an 
organization into a top employer and on the other hand, they can foster or inhibit 
employees’ satisfaction, commitment, and performance (Brewster & Mayrhofer, 2012). 
Furthermore, Rahim and Daud (2013) recognize the non-financial rewards as 
organizational tools that stimulate job satisfaction and performance. 
 
While the existence of a relationship between job satisfaction and rewards is a 
certainty, not the same can be stated regarding its direction. Thus, Barber, Dunham, 
and Formisano (1992) claim that there is a positive correlation between rewards and 
employees’ satisfaction while Pouliakas (2010) proves that there is a negative 
relationship between the two. The results of the latter are contradicted by most of the 
recent studies (Table 2).  
 
Table 2. Comparative analysis of studies that analyze the relationship established 
between rewards and job satisfaction 
Author/-s (Year) Particularities 
Misra et al. (2013) - analyzes the retail sector; 
- uses their own questionnaire regarding rewards, 
motivation and job satisfaction; 
- demonstrates that rewards generate a high level of job 
satisfaction. 
Devonish (2018) - analyzes the public and private sectors; 
- uses the rewards questionnaire developed by Siegrist et al. 
(2004) and the job satisfaction questionnaire of Camman, 
Fichman, Jenkins, and Klesh (1979); 
- brings forward that job satisfaction plays an important role 
in employee health by rewarding efforts. 
Sharma and Gulyani 
(2018) 
- analyzes the IT sector; 
- uses the Hulkko-Nyman, Sarti, Hakonen, and Sweins 
Rewards Measurement Scale (2012) and the Diener, 
Emmons, Larsen, and Griffin (1985) Satisfaction 
Measurement Scale; 
- demonstrates that employees' perceptions of rewards have 
a positive impact on work involvement and happiness in the 
workplace. 
Jones Stater and 
Stater (2019) 
- uses the General Social Survey; 
- fairness of pay, fringe benefits, the likelihood of promotion,  
job security, skills used, freedom to do the job, and the 
opportunity to develop abilities significantly increase the 
likelihood that workers are very satisfied with their jobs 
across sectors. 
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The degree to which employees feel that their organization values and rewards their 
work and efforts have a strong impact on their satisfaction. Thus, through rewards, 
they experience a feeling of gratitude (Chiang & Birtch, 2011). As a consequence, 
managers need to understand the needs and desires of the employees and offer them 
those rewards that will lead to satisfaction. 
 
Thus, given the results recorded at the international level, it can be stated that in the 
Romanian banks: 
H2: There is a positive relationship between rewards and job satisfaction. 
 
On the other hand, Fairbank and Williams (2001) and Markova and Ford (2011) argue 
that the true success of an organization comes from employees’ openness to use their 
creativity, skills, and know-how in favor of the organization, which is fostered through 
the implementation of an efficient reward management system. Thus, according to 
Sajuyigbe, Olaoye Bosede, and Adeyemi (2013), a well-paid employee feels that the 
company recognizes his/her capacity of generating value-added and this appreciation 
makes him/her increase his/her performance.   
  
Rewards make the employees more productive, more efficient, and more willing to 
work toward organizational goals (Hunter, Schmidt, & Judiesch, 1990), being a critical 
factor for employees’ wellbeing and performance (Martono, Khoiruddin, & Wulansari, 
2018). Nevertheless, Malik et al. (2015) point out that the effects of rewards on 
employees’ performance depend both on nature and the context in which they are 
offered. Thus, Ojokuku and Sajuyigbe (2009) state that financial rewards have a 
significant effect on employees' performance, causing them the feeling that they are 
not working in vain. On the other hand, Nelson (2004) considers that praise and 
recognition are the most effective rewards when it comes to increasing job 
performance since it involves appraisement, admiration, and value. Besides, when an 
employee considers the reward system to be fair, he/she is willing to improve his/her 
performance in order to earn bigger rewards (Priya & Eshwar, 2014). 
 
As it can be observed from Table 3, the relationship established between rewards and 
job performance is analyzed in both service and production area and the results prove 
that rewards have a powerful influence on job performance. Nevertheless, it must be 
mentioned that none of the studies developed in the last five years analyzes this 
relationship within the banking system framework although the banking and financial 
systems are currently passing through radical changes; due to the fast pace of 
technological progress and the vision of the Millennials on work, banks are rethinking 
the way they work and recognize that “they have to alter how they treat employees. It’s 
not just money – it’s flexible working, letting them work in smaller groups and across 
groups” (Bank Governance Leadership Network, 2018, p.4).     
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Table 3. Comparative analysis of studies that focus on the relationship established 
between rewards and job performance 
Author/-s (Year) Particularities 
Sajuyigbe et al. (2013) - analyzes the production sector; 
- uses their own questionnaire; 
- it brings to the fore that the financial rewards make a 
significant contribution to employees’ performance. 
Wang, Lu, and Sun 
(2018) 
- analyzes the energy sector; 
- uses the job performance questionnaire developed by 
Borman and Motowidlo (1997) and the reward management 
questionnaire of Janssen (2000); 
- it brings forward that intrinsic rewards are more important 
than the extrinsic ones; 
- demonstrates that extrinsic rewards positively influence 
job performance. 
Rai, Ghosh, Chauhan, 
and Singh (2018) 
- analyzes the sales sector; 
- uses the reward and recognition model developed by Saks 
(2006) and the performance model of Goodman and 
Svyantek (1999); 
- demonstrates that rewards positively influence employees' 
performance. 
 
Within this framework, it can be stated that in the Romanian banking system: 
H3: There is a positive relationship between rewards and job performance. 
 
Synthesizing, the specialized literature from the human resources management field 
focuses on three research directions, namely: (i) job satisfaction causes job 
performance, (ii) job performance generates job satisfaction, and (iii) the relationship 
between job satisfaction and job performance is mediated by rewards. Thus, Aktar et 
al. (2013) argue that rewards are the most important factors since it has the capacity 
to increase job satisfaction and to foster job performance.  
 
 
Methodology 
 
This research aims to analyze the relationships established among rewards, job 
satisfaction and job performance in the Romanian banking system. Thus, the following 
objectives are taken into consideration: (i) to analyze of the specialized literature from 
the human resources management field regarding the relationships developed among 
rewards, job satisfaction and job performance; (ii) to determine the influence of 
rewards on employees’ satisfaction; (iii) to measure the impact of rewards on 
employees’ performance; and (iv) to determine the influence of job satisfaction on 
employees’ performance. 
 
In order to achieve this goal, a single-case study is used as a research strategy due to 
the fact that the current research: (i) investigates a phenomenon commonly 
encountered in organizations in a real context (Järvensivu & Törnroos, 2010; Gibbert, 
Ruigrok, & Wicki, 2008; Yin, 2014); (ii) focuses on highlighting what is possible rather 
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than usual (Antai & Olson, 2013; Mook, 1983; Tsoukas, 2009); and (iii) enables the 
creation of more complicated theories (Eisenhardt & Graebner, 2007). 
 
The research population is represented by the 60 employees of the BCR-BpL branch 
from Bucharest, Sector 3. As the volume of the investigated population is small, the 
sample size equals the research population.  
 
The research was carried out from March 15 until March 25, 2019, and sample’s 
distribution based on respondents’ socio-demographic characteristics (age, sex, level 
of education, occupied position, seniority in the organization and the number of 
personnel) is presented in Figure 1. 
 
 
Figure 1. Respondents’ distribution based on their socio-demographic 
characteristics  
 
Data is collected through a survey based on a questionnaire due to its depth and a high 
degree of flexibility. The questionnaire has 73 items distributed around 4 sections, 
namely; (i) job satisfaction; (ii) job performance; (iii) rewards management system; 
and (iv) socio-demographic characteristics (7 items).  
 
The first section aims at measuring employees’ satisfaction and it is based on the 
model developed by Capital Magazine, top 100 companies for which to work. The 32 
items have a 10-point evaluation scale and are distributed around four dimensions: (i) 
working and recreation conditions (8 items); (ii) collaboration and working climate (8 
items); (iii) attractiveness of the wage package, rewards and motivation system (8 
items); and (iv) career management (8 items). 
 
The second section focuses on measuring employees’ performance and is based on 
Koopmans, Bernaards, Hildebrandt, De Vet, and van der Beek (2014) model. The 18 
items are based on the 5-point Likert scale and are measuring the following 
dimensions: (i) task performance (5 items), (ii) contextual performance (8 items), and 
(ii) counterproductive behavior (5 items). 
 
The third section concentrates on the reward management system and is based on the 
AON Hewitt (2012) model, according to which the 17 items, based on the 5-point 
Likert scale, analyze the financial and non-financial rewards.  
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Data are processed using SmartPLS which allows the development of partial least 
square - structural equation modeling (PLS-SEM), a prediction-oriented statistical 
technique that allows testing and modeling of dependent variables.  
 
 
Research results 
 
Model’s validity and reliability 
 
The measurement model is evaluated according to four aspects: element reliability, 
internal consistency, convergent validity, and discriminatory validity. According to 
data presented in Table 4, the model is reliable and valid because: (i) Alpha Cronbach 
coefficient is higher than 0.7; (ii) the composite reliability index is greater than 0.7 
(Nunnally, 1978); and (iii) the average variance extracted (AVE) for each latent 
variable is greater than 0.4 (Fornell & Larcker, 1981). 
 
Table 4. Construct validity and reliability 
 
Alpha Cronbach 
Composite 
Reliability 
Average Variation 
Extracted (AVE) 
Job performance 0.930 0.939 0.520 
Rewards 0.827 0.865 0.410 
Job satisfaction 0.974 0.976 0.561 
 
Besides, if the discriminant validity (Table 5) is considered, it can be stated that the 
model is valid due to the fact that the values on the diagonal are higher than those on 
lines and columns (Ghin, Marcolin, & Newsted, 2003). 
 
Table 5. Discriminant validity 
 Job 
performance 
Rewards Job satisfaction 
Job performance 0.721   
Rewards 0.276 0.640  
Job satisfaction 0.387 0.607 0.749 
 
The relationships established among the variables 
 
Regarding the relationships established among the three variables – job satisfaction, 
job performance, rewards (Figure 2), it is stated that 15.20% of the variation in job 
performance can be explained by the variations registered at the level of job 
satisfaction and rewards, while 36.80% of the variation in job satisfaction appears due 
to the variation of rewards. 
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Figure 2. Variables variation 
 
Nevertheless, only one of the three hypotheses is valid (Table 6). Thus, the rewards 
have a positive influence on job satisfaction (t = 7.858; p = 0.000). More exactly, if the 
rewards increase by one unit, job satisfaction increases by 7.858 units. 
 
Table 6. Testing the hypotheses 
 Standard 
deviation 
t statistic p value Valid? 
H1: Job satisfaction -> Job performance 0.235 1.480 0.140 NO 
H2: Rewards -> Job satisfaction 0.077 7.858 0.000 YES 
H3: Rewards -> Job performance 0.243 0.268 0.789 NO 
 
Assumptions regarding the existence of a positive correlation between: (i) employees’ 
satisfaction and employees’ performance (t = 0.243; p = 0.789) and (ii) rewards and 
employees’ performance (t = 0.235; p = 0.140) are invalidated. 
 
 
Conclusions 
 
The research focused on a bank branch that operates within the Romanian banking 
system and proved that rewards have a positive influence on employees’ satisfaction. 
On the other hand, unlike the previous studies, it showed that there is no significant 
relationship between job satisfaction and job performance, and between rewards and 
job performance.  
 
These findings have both theoretical and practical implications. At the theoretical level, 
they extend the theory from the human resources management field by analyzing the 
relationships established among rewards, job satisfaction, and job performance, within 
the Romanian banking system. On the one hand, these results are in line with Barber et 
al. (1992) and Martono et al. (2018) who stated that there is a positive relationship 
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between rewards and job satisfaction. Rewards are an important tool for employees’ 
satisfaction, as they are encouraged to work longer, be more productive, creating a 
work environment conducive to meeting the proposed goals. 
 
On the other hand, these results contradict the studies that claim that job satisfaction 
influences job performance (Lawler & Porter, 1967; Pugno & Depedri, 2009), as well as 
those that suggest that rewards generate performance (Nelson, 2004; Sajuyigbe et al., 
2013). As aforementioned, the relationship established between job satisfaction and 
job performance, and the one developed between rewards and job performance are 
not statically significant for the analyzed Romanian bank branch. 
 
At the practical level, these findings help managers understand the importance of using 
rewards as a strategic organizational tool, capable to increase employees’ satisfaction. 
Besides, they should also take into consideration rewards’ nature and the context in 
which they can be offered. 
 
Despite the insights provided by the current study, the research is limited. One of the 
limits is represented by employees’ tenure; most respondents work for the company 
for more than 5 years and the studies developed by Duarte and Lopes (2018) and Riza, 
Ganzach, and Liu (2018) have already proved that they are more likely to register 
lower levels of job satisfaction. As mentioned by Lopez and Ramos (2017), the 
employees who are in the career development phase and have to spend between 5 and 
15 years working for the same organization, are more critical and more oriented 
towards the tasks they have to fulfill, following the professional advancement. Another 
limitation is represented by the small number of units of analysis; the results are 
representative only for the subsidiary in which the analysis was performed and not for 
the entire company. The age of the respondents is another limitation; most 
respondents have between 26-45 years old, and previous studies (Gunlu, Aksarayli, & 
Perçin, 2010; Tlaiss, 2013) have shown that human resource satisfaction decreases 
with aging. 
 
Starting from the aforementioned limits, several future research directions are 
identified, namely: (i) replicating the current research on a larger scale (company’s 
level or the Romanian banking system); (ii) developing a comparative analysis 
between the financial and non-financial institutions; and (iii) determining the influence 
of socio-demographic characteristics on job satisfaction and job performance. 
 
Acknowledgements: This work is part of the research project entitled 
„Strategic development of Intellectual capital. The human resources 
management practices that foster intergenerational learning” and 
supported by the Multidisciplinary Doctoral School of SNSPA (Decision 
47/04.06.2019). 
 
 
 
 
 
 
 
Management Dynamics in the Knowledge Economy | 479 
Vol.7 (2019) no.4, pp.469-483; www.managementdynamics.ro 
References 
 
Ahmad, R., Ing, H.E., & Bujang, S. (2014). Relationship between selected factors of job 
satisfaction and job performance among workers at palm oil industries. 
International review of management and business research, 3(3), 1751-1766.  
Aktar, S., Zia Uddin, M., & Sachu, M.K. (2013). The impact of rewards on job satisfaction 
and employees’ performance in Bangladesh: a comparative analysis between 
pharmaceutical and insurance industries. International Journal of Business and 
Management Invention, 2(8), 1-8.  
Ali, R., & Ahmed, M.S. ((2009). The impact of reward and recognition programs on 
employee’s motivation and satisfaction: an empirical study. International Review 
of Business Research Papers, 5(4), 270-279. doi: 10.4236/ajibm.2015.53015.    
Antai, I., & Olson, H. (2013). Interaction: a new focus for supply chain vs supply chain 
competition. International Journal of Physical Distribution & Logistics 
Management, 43(7), 511-528. doi: 10.1108/IJPDLM-06-2012-0195. 
AON Hewitt (2012). Total Rewards Survey. Transforming potential into value. 
retrieved on January 25, 2019 from https://www.aon.com/human-capital-
consulting/thought-
leadership/talent_mgmt/2012_aonhewitt_total_rewards_survey.pdf.  
Asad khan, M., Md Yusoff, R., Hussain, A., & Binti Ismail, F. (2019). The Mediating Effect 
of Job Satisfaction on the Relationship of HR Practices and Employee Job 
Performance: Empirical Evidence from Higher Education Sector. International 
Journal of Organizational Leadership, 8(1), 78-94. doi: 10.33844/ijol.2019.60392. 
Bank Governance Leadership Network (2018). The future of talent in banking: 
workforce evolution in the digital era. Retrieved on June 15, 2019 from 
https://www.ey.com/Publication/vwLUAssets/ey-the-future-of-talent-in-
banking/$File/ey-the-future-of-talent-in-banking.pdf.   
Barber, A.E., Dunham, R.B., & Formisano, R.A. (1992). The impact of flexible employee 
benefits on employee satisfaction: a field study. Personnel Psychology, 45(1), 55-
74. doi: 10.1111/j.1744-6570.1992.tb00844.x. 
Borman, W.C., & Motowidlo, S.J. (1997). Task performance and contextual 
performance: the meaning for personnel selection research. Human Performance, 
10(2), 99-109. doi: 10.1207/s15327043hup1002_3. 
Bowling, N.A. (2007). Is the job satisfaction-job performance relationship spurious? A 
meta-analytic examination. Journal of Vocational Behavior, 71, 167-185. doi: 
10.1016/j.jvb.2007.04.007. 
Brewster, C., & Mayrhofer, W. (2012). Comparative human resource management: An 
introduction. In Brewster, C. & Mayrhofer, W. (Eds.), Handbook of research on 
comparative human resource management (pp.1-23). Cheltenham, UK: Edward 
Elgar. 
Camman, C., Fichman, M., Jenkins, D., & Klesh, J. (1979). The Michigan organizational 
assessment questionnaire. Unpublished manuscript, University of Michigan, Ann 
Arbor, MI.  
Chiang, F.F., & Birtch, T.A. (2011). Reward climate and its impact on service quality 
orientation and employee attitudes. International Journal of Hospitality 
Management, 30(1), 3-9. doi: 10.1016/j.ijhm.2010.03.007.  
Devonish, D. (2018). Effort-reward imbalance at work: the role of job satisfaction. 
Personnel Review, 47(2), 319-333. doi: 10.1108/PR-08-2016-0218. 
480 | Carmen-Elena TĂNĂSESCU, Ramona-Diana LEON 
Human Resources Practices in the Romanian Banking System: Rewards, Job Satisfaction, and Job 
Performance 
Diener, E.D., Emmons, R.A., Larsen, R.J., & Griffin, S. (1985). The satisfaction with life 
scale. Journal of Personality Assessment, 49(1), 71-75. doi: 
10.1207/s15327752jpa4901_13. 
Duarte, H., & Lopes, D. (2018). Career stages and occupations impacts on workers 
motivations. International Journal of Manpower, 39(5), 746-763. doi: 
10.1108/IJM-02-2017-0026.  
EBF (2019). Romania’s banking sector: Facts & Figures. Retrieved on Septembre 16, 
2019 from https://www.ebf.eu/romania/. 
Eisenhardt, K.M., & Graebner, M.E. (2007). Theory building from cases: opportunities 
and challenges. Academy of Management Journal, 50(1), 25-32. doi: 
10.5465/amj.2007.24160888. 
Fairbank, J.F., & Williams, S.D. (2001). Motivating creativity and enhancing innovation 
through employee suggestion system technology. Creativity and Innovation 
Management, 10, 68-74. doi: 10.1111/1467-8691.00204.  
Fornell, C., & Larcker, D.F. (1981). Evaluating structural equation models with 
unobservable variables and measurement error. Journal of Marketing Research, 
18(1), 39-50. doi: 10.2307/3151312.   
Gibbert, M., Ruigrok, W., & Wicki, B. (2008). What passes as a rigorous case study?. 
Strategic Management Journal, 29(3), 1465-1474. doi: 10.1002/smj.722. 
Goodman, S.A., & Svyantek, D.J. (1999). Person-organization fit and contextual 
performance: do shared values matter. Journal of Vocational Behavior, 55(2), 254-
275. doi: 10.1006/jvbe.1998.1682.  
Gunlu, E., Aksarayli, M., & Perçin, N.S. (2010). Job satisfaction and organizational 
commitment of hotel managers in Turkey. International Journal of Contemporary 
Hospitality Management, 22(5), 693-717. doi: 10.1108/09596111011053819. 
Hulkko-Nyman, K., Sarti, D., Hakonen, A., & Sweins, C. (2012). Total reward perception 
and work engagement in elder-care organization: findings from Finland and Italy. 
International Studies of Management & Organization, 42(1), 24-49. doi: 
10.2753/IMO0020-8825420102. 
Hunter, J.E., Schmidt, F.L., & Judiesch, M.K. (1990). Individual differences in output 
variability as a function of job complexity. Journal of Applied Psychology, 75(1), 28-
42. doi: 10.1037/0021-9010.75.1.28. 
Huttu, E. (2017). The effects of incentives on performance and job satisfaction. 
Retrieved on February 23, 2019 from 
https://pdfs.semanticscholar.org/5794/dbf85cb6d70c4b8df90bd5ee4a0dc2786
2a8.pdf.   
Janssen, O. (2000). Job demands, perceptions of effort-reward fairness, and innovative 
work behavior. Journal of Occupational and Organizational Psychology, 73(3), 287-
302. doi: 10.1348/096317900167038.  
Järvensivu, T., & Törnroos, J.A. (2010). Case study research with moderate 
constructionism: conceptualization and practical illustration. Industrial Marketing 
Management, 39(1), 100-108. doi: 10.1016/j.indmarman.2008.05.005. 
Jones Stater, K., & Stater, M. (2019). Is It “Just Work”? The Impact of Work Rewards on 
Job Satisfaction and Turnover Intent in the Nonprofit, For-Profit, and Public 
Sectors. American Review of Public Administration, 49(4), 495-511. doi: 
10.1177/0275074018815261. 
Koopmans, L., Bernaards, C.M., Hildebrandt, V.H., De Vet, H.C.W., & van der Beek, A.J. 
(2014). Construct validity of the individual work performance questionnaire. 
Management Dynamics in the Knowledge Economy | 481 
Vol.7 (2019) no.4, pp.469-483; www.managementdynamics.ro 
Journal of Occupational and Environmental Medicine, 56(3), 331–337. doi: 
10.1097/JOM.0000000000000113. 
Lawler, E.E., & Porter, L.W. (1967). The effect of performance on satisfaction. Industrial 
Relations, 7(1), 20-28. doi: 10.1111/j.1468-232X.1967.tb01060.x. 
Locke, E.A. (1975). Personnel attitudes and motivation. Annual Review of Psychology, 
26(1), 457-480. doi: 10.1146/annurev.ps.26.020175.002325. 
Lopez, F., & Ramos, K. (2017). An exploration of gender and career stage differences on 
multidimensional measure of work meaningfulness. Journal of Career Assessment, 
25(3), 423-433. doi: 10.1177/1069072716639851. 
Malik, M.A.R., Butt, A.N., & Choi, J.N. (2015). Rewards and employee creative 
performance: moderating effects of creative self-efficacy, reward importance and 
locus of control. Journal of Organizational Behavior, 36(1), 59-74. doi: 
10.1002/job.1943. 
Markova, G., & Ford, C. (2011). Is money the panacea? Rewards for knowledge 
workers. International Journal of Productivity and Performance Management, 
60(8), 813-823. doi: 10.1108/17410401111182206. 
Martono, S., Khoiruddin, M., & Wulansari, N.A. (2018). Remuneration reward 
management system as a driven factor of employee performance. International 
Journal of Business and Society, 19(4), 535-545.  
Miao, C., Humphrey, R.H., & Qian, S. (2017). A meta-analysis of emotional intelligence 
and work attitudes. Journal of Occupational and Organizational Psychology, 90(2), 
177-202. doi: 10.1111/joop.12167. 
Misra, P., Jain, S., & Sood, A. (2013). Compensation: impact of reward and 
organisational justice on turnover intentions and the role of motivation and job 
satisfaction: a study of retail store operations in NCR. International Journal Human 
Resources Development and Management, 13(2), 136-152. doi: 
10.1504/IJHRDM.2013.055414. 
Moafian, F., & Pishghadam, R. (2009). Construct validation of a questionnaire on 
characteristics of successful Iranian EFL teachers. Pazhuhesh-e Zabanha-ye 
Khareji, 54, 127-142. 
Mook, D.G. (1983). In defense of external invalidity. American Psychologist, 38(4), 379-
387. doi: 10.1037/0003-066X.38.4.379. 
Nelson, B. (2004). Misunderstanding rewards hampers motivation. Canadian HR 
reporter, 17(10), 14-17.  
Nkomo, S.M (1987). Research notes and communications, human resource planning 
and organizational performance: an exploratory analysis. Strategic Management 
Journal, 8(4), 387-392.  
Ojokuku, R.M., & Sajuyigbe, A.S. (2009). Effect of pay satisfaction dimensions on job 
performance in selected tertiary institutions in Osun State. African Journal 
Institute and Development, 4(1-2), 86-95. 
Pang, K., & Lu, C.S. (2018). Organizational motivation, employee job satisfaction and 
organozational performance: an empirical study of container shipping companies 
in Taiwan. Maritime Business Review, 3(1), 36-52. doi: 10.1108/MABR-03-2018-
0007. 
Pouliakas, K. (2010). Pay enough, don’t pay too much or don’t pay at all? The impact of 
bonus intensity on job satisfaction. International Review for Social Sciences, 63(4), 
597-626. doi:10.1111/j.1467-6435.2010.00490.x. 
482 | Carmen-Elena TĂNĂSESCU, Ramona-Diana LEON 
Human Resources Practices in the Romanian Banking System: Rewards, Job Satisfaction, and Job 
Performance 
Priya, T.U., & Eshwar, T.S. (2014). Rewards, motivation and job satisfaction of 
employees in comercial bank-an investigative analysis. International Journal of 
Academic Research in Business and Social Sciences, 4(3), 70-78.  
Pugno, M., & Depedri, S. (2009). Job performance and job satisfaction: an integrated 
survey. Economia politica, 27(1), 175-210. 
Rahim, M.A., & Daud, W.N.W. (2013). Rewards and motivation among administrators of 
University Sultan Zainal Abidin: an empirical study. International Journal of 
Business and Society, 14(2), 265-286. 
Rai, A., Ghosh, P., Chauhan, R., & Singh, R. (2018). Improving in-role and extra-role 
performances with rewards and recognition: does engagement mediate the 
process?. Management Research Review, 41(8), 902-919. doi: 10.1108/MRR-12-
2016-0280. 
Rezaee, A., Khoshsima, H., & Sarani, A. (2018). A mixed method study of the 
relationship between EFL teachers’ job satisfaction and job performance in Iran. 
International Journal of Instruction, 11(4), 391-408. doi: 
10.12973/iji.2018.11425a.  
Riza, S.D., Ganzach, Y., & Liu, Y. (2018). Time and Job Satisfaction: A Longitudinal Study 
of the Differential Roles of Age and Tenure. Journal of Management, 44(7), 2558-
2579. doi: 10.1177/0149206315624962. 
Sajuyigbe, A.S., Olaoye Bosede, O., & Adeyemi, M.A. (2013). Impact of reward on 
employees performance in a selected manufacturing companies in Ibadan, Oyo 
State, Nigeria. International Journal of Arts and Commerce, 2(2), 27-32. 
Saks, A.M. (2006). Antecedents and consequences of employee engagement. Journal of 
Managerial Psychology, 21(7), 600-619. doi: 10.1108/02683940610690169.  
Sánchez-Beaskoetxea, J., & Coca García, C. (2015). Media image of seafarers in the 
Spanish printed press. Maritime Policy Management, 42(2), 97–110. doi: 
10.1080/03088839.2014.925593.  
Shahzad, K., Bashir, S., & Ramay, M. (2008). Impact of HR practices on perceived 
performance of university teachers in Pakistan. International review of business 
research papers, 4(2), 302–315. 
Sharma, T., & Gulyani, G. (2018). Total rewards components and work happiness in 
new ventures: the mediating role of work engagement. Evidence-based HRM: a 
Global Forum for Empirical Scholarship, 6(3), 255-271. doi: 10.1108/EBHRM-12-
2017-0063. 
Shore, L.M., & Martin, H.J. (1989). Job satisfaction and organizational commitment in 
relation to work performance and turnover intensions. Human Relations, 42(7), 
625-638. doi: 10.1177/001872678904200705. 
Siegrist, J., Starke, D., Chandola, T., Godin, I., Marmot, M., Niedhammer, I., & Peter, R. 
(2004). The measurement of effort-reward imbalance at work: European 
comparisons. Social Science & Medicine, 58(8), 1483-1499. doi: 10.1016/S0277-
9536(03)00351-4. 
Spector, P.E. (1985). Measurement of human service staff satisfaction: Development of 
the job satisfaction survey. American Journal of Community Psychology, 13(6), 693-
713. doi: 10.1007/BF00929796.  
Spector, P.E. (1997). Job satisfaction: Application, assessment, causes and consequences. 
Thousand Oaks, CA: SAGE.  
Springer, G.J. (2011). A study of job motivation, satisfaction and performance among 
bank employees. Journal of Global Business Issues, 5(1), 29-42. 
Management Dynamics in the Knowledge Economy | 483 
Vol.7 (2019) no.4, pp.469-483; www.managementdynamics.ro 
Tlaiss, H.A. (2013). Determinants of job satisfaction in the banking sector: the case of 
Lebanese managers. Employee Relations, 35(4), 377-395. doi: 10.1108/ER-10-
2011-0064. 
Tsoukas, H. (2009). Craving for generality and Small-N Studies: The Wittgesteinian 
Approach Towards the epistemology of the particular in organization and 
management studies. In Buchanan, D.A., & Bryman, A. (Eds.), The SAGE handbook 
of organizational research methods (pp.285-301). London, UK: Sage. 
Tsui, A.S., Egan, T.D., & O'Reilly, C.A. (1992). Being different: Relational demography 
and organizational attachment. Administrative Science Quarterly, 37(4), 549–579. 
doi: 10.2307/2393472. 
Tsui, A.S., Pearce, J.L., Porter, L.W., & Tripoli, A.M. (1997). Alternative approaches to the 
employee-organization relationship: does investment in employees pay off?. 
Academy of Management Journal, 40(5), 1089-1121. doi: 10.2307/256928. 
Valaei, N., & Jiroudi, S. (2016). Job satisfaction and job performance in the media 
industry: a synergistic application of partial least squares path modelling. Journal 
of Marketing and Logistics, 28(5), 984-1014. doi: 10.1108/APJML-10-2015-0160. 
Venkatraman, N., & Ramanujam, V. (1986). Measurement of business performance in 
strategy research: a comparison of approaches. Academy of Management Review, 
11(4), 801-814. doi: 10.2307/258398. 
Wang, P., Lu, Z., & Sun, J. (2018). Influential effects of intrinsic-extrinsic incentive 
factors on management performance in new energy enterprises. International 
Journal of Environmental Research and Public Health, 15(2), 1-10. doi: 
10.3390/ijerph15020292. 
Wanous, J.P., Reichers, A.E., & Hudy, M.J. (1997). Overall Job Satisfaction: How Good are 
Single-item Measures?. Journal of Applied Psychology, 82(2), 247-252. doi: 
10.1037/0021-9010.82.2.247. 
Yin, R.K. (2014). Case studies: design and methods. Thousand Oaks, CA: Sage.  
Yuen, K.F., Loh, H.S., Zhou, Q., & Wong, Y.D. (2018). Determinants of job satisfaction and 
performance of seafarers. Transportation Research Part A, 110, 1–12. doi: 
10.1016/j.tra.2018.02.006.   
 
 
 
Received: September 3, 2019 
Accepted: October 24, 2019 
